ineffective utilization of organizational assets. This pervasiveness, peculiarity and potential of technology at workplace needs extensive exploration and examination.
Thus, the objectives of this special section are (1) to gain theoretical insights into the relationship between technology and employee level factors, (2) to capture the increasingly changing nature of workforce and its management, and (3) to examine role of external factors such as social, cultural, and market conditions among others in affecting the relationship between employee behaviour and technology.
Organizations want and would want the technology and the talent to work in tandem. Organizations thus need to use newer web-based technologies to attract these talented professionals. It has been observed that the firms have not been able to attract the best talent due to several reasons including the reach of information to the job aspirants. However, with the advent of web 2.0 technologies such as podcasts, blogs and online employee testimonials, the employers can communicate and attract the talent far easier than ever before. The first article, Talent Attraction through Online Recruitment Websites: Application of Web 2.0 Technologies, investigates the impact of web 2.0 technologies such as podcasts, blogs and online employee testimonials talent attraction. The findings show a positive impact of video podcasts and realistic employee testimonials (presented through third-party blogs) on job-seekers' perceived quality and credibility of the job advertisement. The add-on advantage of the web 2.0 technologies is increase in brand value of the employers. Technology thus becomes an important facilitator of the absorption of talent in today's team-based organizations. These teams now are now spread across geographical locations and Global Virtual Teams (GVTs) have become an indispensable part of organizations. Organizations are receiving projects from across the globe. To complete these projects, organizations need virtual teams that have members from different cultural backgrounds and time zones, may (or may not) meet inperson to take complex decisions. The major challenge for the organizations to make GVTs successful is engaging the employees who are not physically present. Employee engagement requires employees' cognitive, behavioural and physical state directed towards organizational outcomes. The second article, Drivers of Employee Engagement in Global Virtual Teams, conceptualizes five drivers of employee engagement namely cultural intelligence, communication (formal and informal), technology, trust, and individual maturity through interpretive analysis employees working in organizations that extensively use GVTs for achieving its strategic goals.
Technology also facilitates behaviours that are deviant to organizational norms and this particular aspect is studied in the third article. This article brings into light the supervisor who is an important stakeholder that nurtures the acquired talent in organizations. Supervisor plays a critical role in enhancing and deterring subordinate behaviours; the third article, Impact of Supervisors' Perceived Communication Style on Subordinate's PsyCap and Cyberloafing, shows how the passive, aggressive, and assertive communication styles of the supervisor affect the psychological capital (PsyCap) and cyber-loafing. Results from 680 full-time managerial employees show that supervisors assertive and aggressive communication styles impacted psychological capital which in turn impact cyber-loafing.
It is essential for organizations to ensure that the acquired talent is retained in the organization and allowed to grow. Information technology (IT) industry provides a knowledge-based working environment to its employees in terms of the flexibility for progression of career and management of family along with work. The second article investigates specifically for IT We conceptualize today's organizations as talent repositories and based on the synthesis of these papers we propose technology-enhanced talent management for new age organizations. Initially, the use of technology is essential for attracting potential talent followed by a fit of selected talent and the job. Supportive supervisors and technology for virtual engagement can inhibit deviant behaviours and lead to a refined talent capital for an organization that bestows sustained competitive advantage. Figure 1 illustrates how organizations that are essentially talent repositories can be benefitted by the three technological forces.
Figure 1: Organizations as talent repositories
The organizations can derive the aforesaid benefits (1) by technology-enabled attraction and acquisition, (2) through technology-enabled fit, engagement, satisfaction and balance between work and family life, and (3) through supportive existing talent in the organization in the form of supervisors who can prevent technology fostered deviant behaviours like cyber-loafing.
Direction for Future Research
Organizations are increasingly seen as talent repositories and technology is playing a vital role in recruiting, training, retaining, and assessing talent. It is essential that the future research focuses on identifying the issues, whether technological or technical, in making the data technology friendly. Once these concerns are identified, the research on addressing these issues would be required. Though this special section has taken the initiative of not only identifying three issues relating to technology enabled fit with the job attitudes, supervisor support, and technology enhanced attractions, the theme under investigation is still in its 
